A systematic review of more than 200 published research studies found that happier people tend to be more successful in terms of the quality of their relationships, contributions to their community, higher performance, and achievement in their work. 1 It's no wonder there have been thousands of scientific papers published on the topic and a recent online search of the phrase ''happiness at work'' yielded nearly 1 million results. When Dr Laurie Santos first offered her course, ''Psychology and the Good Life'' to students at Yale University, it became the most popular class in Yale's history. Response to the material has been so positive that they're now offering an online version of the class. 2 With burnout being declared by the World Health Organization to be a syndrome resulting from unsuccessfully managed workplace stress, 3 Happiness tee up the topic by sharing insights from their research and experience working with employers. They also shed light on the challenges of conducting happiness research, noting that some of the findings linking employee happiness to health and business outcomes are equivocal. I highly encourage readers wanting to learn more about their work to read their article in Time magazine's special issue on ''the science of happiness.'' 4 As I considered the content for this issue, I was tempted to focus purely on what the research tells us about effective approaches to define, measure, and influence employee happiness. But I also wanted to deliver on TAHP's focus on translating research into practice. To that end, I invited 3 organizations that provide happiness interventions as a service offering to employers to share how they have applied scientific evidence to their interventions and employer case studies that demonstrate the kinds of outcomes they are observing, including business performance results that senior executives are most interested in. I also asked them to incorporate lessons they are learning about what is most effective in the delivery of happiness initiatives or guidance they would offer to organizations that want to develop their own programs.
The team at BetterUp conducted an analysis on aggregated data from more than 2800 individuals across their book of business who have participated in their coaching programs rather than focusing on a single-employer experience. Dr Laurie Heap has devoted her work to improving student happiness but more recently has expanded her focus to employee populations and shared her experience working with Garmin to deploy an initiative for their employees. Experience Happiness rounds out the issue, sharing their collaborative work with R3 Continuum not just to deploy coaching for their employees but also to thoughtfully identify and measure the most meaningful key performance indicators to demonstrate the value of the initiative.
While the contributors packed as much into each article as length limits permitted, you might find yourself still wanting more. In that case, I'd like to recommend some of the books I added to my reading pile while researching this topic.
For an overview of the research linking happiness to improved performance for individuals, groups, and organizations as well as principles for underlying mechanisms contributing to those relationships, I recommend Shawn Achor's 2010 book, The Happiness Advantage. 5 It's chock full of entertaining anecdotes and stories from his own research at Harvard University and his adventures experienced as he aimed to teach employees how to apply his research findings to improve the quality of work and life.
For evidence-based practices on how to increase happiness levels and why they work, pick up Sonja Lyubomirsky's book, The How of Happiness. 6 She addresses how we know it's possible to improve happiness and what contributes to it before sharing 10 specific practices that research demonstrates improves happiness. What I found most compelling about her approach is the use of a self-assessment tool that readers can use to identify which of the practices are most likely to be effective for them. Her approach supports a theme you'll see echoed often by the contributors to this issue of TAHP: That the contributors to individual happiness are unique to each person. What works for one person may not work for another, which is why experts in this area recommend offering populations a variety of approaches. This is why a challenge to practice journaling what you're grateful for may not be as effective for you as it was for your best friend.
As I was discussing development of this issue with my coeditor of TAHP, Dr Sara Johnson, she recommended I add Scott Galloway's The Algebra of Happiness 7 to my reading pile. I took it with me on vacation and it proved a delightful way to pass a cross-country flight. Although not steeped in scientific happiness research, this professor shares the content of the most popular lecture in his Brand Strategy course at NYU's Stern School of Business, and I found several of his insights supported by the research you'll read about in this issue.
For a truly global perspective, you'll want to round out your reading with Dan Buettner's book, The Blue Zones of Happiness. 8 It's an essential read because it reinforces the fact that happiness cannot be cultivated in a vacuum of individual pursuits and practices. Context matters. The nature of the environments and circumstances we live and work in contribute significantly to happiness and may thwart an individual's attempts to bolster their emotional well-being. And, yes, although it may be within your control to move to a home with less traffic noise or change to a job that provides a more supportive manager, these contexts are within the purview of a more systems approach to happiness that reminds us not to forget about the ways we can influence population-level happiness by addressing policies, processes, environments, and relationship dynamics within groups that elevates well-being for all.
Please provide a brief overview of the work you do at the Lee Kum Sheung Center for Health and Happiness at the Harvard T.H. Chan School of Public Health.
The overarching goal of the Lee Kum Sheung Center for Health and Happiness at the Harvard T.H. Chan School of Public Health (Lee Center) is to build a rigorous, interdisciplinary science to understand the interplay between psychological and social well-being and physical health for the benefit of individuals and communities around the globe.
The Center has 2 key foci. One is to conduct rigorous research in positive health science including understanding the individual and social factors that contribute to positive health outcomes and identifying potential interventions that promote positive health. The second is to conduct foundational research in communication and knowledge translation, their relationship to health and well-being, and how this research may be translated to influence policy and practice. 1, 2, 3 In addition to conducting original research, the Lee Center strives to achieve its goals through research seminars, funding innovative research in positive health among early-stage investigators and doctoral students, training the next generation of scholars and practitioners, and holding convenings on critical subjects of interest to the Center. Examples include a workshop on ''Happiness and Health in Translation,'' designed to bring together policy makers and researchers to consider what knowledge is actionable now and what gaps remain in the research, and a workshop on well-being measurement, seeking to establish the best measures for use in research, surveillance, or for other purposes (with a book describing the proceedings of the workshop forthcoming).
Employers are increasingly interested in initiatives that aim to improve the happiness levels of their employees. How is employee happiness linked to business outcomes? The evidence that ''employee happiness'' is linked to business outcomes is equivocal. Having said that, there is an evolution in thinking among employers from focusing on occupational health and employee safety to employee wellness and, in some cases, well-being. Preliminary findings from our research with C-suite leaders points to a number of reasons for this evolution. There is greater recognition among employers that health is but one component of overall employee well-being and other realms such as financial well-being are also critical. Similarly, some employers have recognized that greater alignment is necessary between the core values of the company and employees' desire to be good citizens of a community where the companies operate. In addition, leaders have sensed that employees would like to feel a sense of pride in working for a company that is a good steward of the environment and community well-being. Lastly, although the ''bottom line'' is not always clear, there is increasing attention to measuring employee wellness and its impact on companies' success through various ''report cards.'' It appears from the many books, lectures, and articles on the topic of happiness that there is no single consensus definition being used to understand levels of happiness and its contributing factors. Is there a definition you favor as part of your work/research? We do not have a single consensus definition of happiness. However, both in lay publications and in some scientific publications there are claims about what makes people happy. We view this as an empirical question that requires careful research and a strong evidence base before drawing conclusions on what makes people ''happy.'' Moreover, the term ''happiness'' is often used interchangeably with ''subjective wellbeing,'' a broader term that has been divided into 3 subdomains capturing experiences of positive feelings (hedonic well-being-most closely correspondent with the term ''happiness''), a sense of purpose and meaning (eudaimonic well-being), and/or levels of satisfaction with one's quality of life as a whole (evaluative well-being). Although factors that predict one domain of subjective well-being often predict other domains, they are not necessarily uniform. As a result, when conducting research on the topic, it is important to distinguish carefully between the different forms of subjective well-being under consideration. 4 For example, some workers may find a great sense of purpose in their work, even though they do not report high levels of happiness per se.
Mindset and positive psychology research indicate happiness can be influenced by how an individual engages in the world and views their circumstances. But circumstances such as one's workplace environment, homelife, and access to resources can also influence happiness. For employers interested in supporting their employees' happiness, what is the role/responsibility of the employer to try to address broader systemic/environmental issues in addition to providing individual interventions to employees? As we said earlier, there is increasing recognition among some employers that they need to take a more ''systems'' approach to promoting well-being. Such an approach recognizes not just the physical health and occupational safety of the employees but also ensuring attention to mental health and financial well-being and offering opportunities to promote social well-being, such as supporting volunteer opportunities in the community. Some of the same employers, either by design or unintentionally, are addressing social determinants of health such as addressing food deserts in the community or helping local schools, leading to a sense of pride among the employees that they are working for a company that cares. There are many such examples of employers going beyond attending to individual employee well-being. In addition, there is increasing recognition that programs that seek to increase employee well-being solely by offering wellness programs that help employees improve their health behaviors may not be sufficient. 5 Structural changes in the workplace may be needed for genuine or lasting improvements in worker well-being.
Many organizations have limited resources to invest in health and well-being initiatives for their employees or their community members and yet it seems that there are numerous approaches being endorsed to improve happiness. How might an organization identify the approach that will be most effective for their population?
Interventions need not always be costly. In our interviews with C-suite leaders, we learned some innovative ways through which employers can intervene. One example is to utilize the talent and expertise of the employees to provide services to the community. For example, an employer with employees who have expertise in science and engineering can provide time off to employees to tutor math and science in the local schools. Or, employees' volunteer outings could be designed around building community services. Employees' technical expertise could be tapped to provide technical assistance to local community services. The most ''effective'' approach is when employer programs are aligned with values and desires of the employees and when services are codesigned with employees.
Is there any final guidance that you would offer to employers seeking to increase employee happiness or psychological wellbeing based on the research from your Center?
Often when considering what factors might contribute to happiness or subjective well-being, people tend to focus on individual-level strategies, such as engaging in physical activity, meditation, or keeping a gratitude journal. While these kinds of activities can certainly contribute, often there are structural factors at the level of an organization or community that can have a significant influence as well, and this is particularly relevant for employers. For example, providing employees with more flexibility and control over their schedules, or promoting more positive relationships in the workplace, can also lead to improvements in employee well-being. 6 Beyond Hedonia: 5 Keys to Enhancing Workplace Well-Being at Scale Hunter Black, MA 1 , Sarah Greenberg, MA, MED 1 , Katie Saulsgiver, PhD 1 , Evan Sinar, PhD 1 , Andrew Reece, PhD 1 , Evan Carr, PhD 1 , and Gabriella Kellerman, MD 1 The Importance of Well-Being at Work E ven though we spend the majority of our waking lives at work, for most people, work is not a primary source of happiness. In fact, recent data on the ways work can compromise health and well-being is alarming. Work now ranks as the fifth leading cause of death in the United States due to work-induced stress, 1 and workplace stress has also been found to be associated with cardiovascular disease and depression. 2 Employee well-being isn't just good for employees, supporting it also represents a significant opportunity for organizations. Research suggests that the relationship between happiness and success isn't just correlational, it's causal. 3 In other words, employee happiness positively impacts performance, job satisfaction, and overall career success 4 and even reduces health-care costs for organizations. 2 More recently, organizations have started to catch on to these potential benefits and are investing in employee well-being. However, despite spending nearly US$8 billion on employee well-being in 2018 in the United States alone, 5 data on stress, burnout, and loneliness show that we have a long way to go. 1, 6 So, while the importance of happiness and well-being is not in doubt, developing effective practices that positively move the needle in today's workplace remains a largely unsolved challenge. In this article, we share how we conceptualize well-being at work, define 5 specific drivers of workplace wellbeing we have leveraged within organizations, and offer a broad view of some of the interventions we use with employee populations. We also share our research to date on the impact of our interventions on employee well-being as a way to demonstrate the strides that can be made in employee populations within a relatively short period of time. We conclude with generalizable best practices for practitioners who share the mission to support the health and well-being of employees everywhere.
Beyond Hedonia: What Do We Mean by ''Well-Being''?
When seeking to move the needle on happiness or well-being within organizations, definitions matter. To explain, we begin with an analogy in health care. ''Health'' can be defined as the absence of disease, or it can be defined-more holistically-to include the presence of energy, vitality, and overall well-being. 7 Within a given health-care system, the former definition is likely to lead to a focus on treating disease, whereas the latter is more likely to also focus on lifestyle factors, such as healthy eating, exercise, and community. Similarly, one's definition of happiness or well-being is going to influence how one goes about preserving or igniting it.
In this section, we share how we view well-being and why we view it in this way. Models of well-being are often divided based on hedonic versus eudaimonic aims. 8, 9 The hedonistic perspective conceptualizes well-being as the presence of positive emotions and the absence of suffering. 10, 11 Some equate hedonistic well-being with the term ''happiness.'' 8 The eudaimonic view of well-being places greater importance on positive growth and development, often for the sake of the greater good. [9] [10] [11] Some researchers see the categorical divide as living well (experiencing positive emotion) versus functioning well (a combination of social and psychological well-being). 8 Both hedonic pursuits and eudaimonic pursuits can contribute to well-being, albeit in different ways. 10 It is possible to have a happy and meaningless life, an unhappy yet meaningful life, or to have both happiness and meaning. 12 Rather than choosing a side, we embrace the multiplicity of approaches to a life well lived. On a practical level, we neither want to deny that positive emotions are important nor do we want to make them our sole focus.
Workplace Well-Being: A Whole-Person Approach
The perspective that thriving as a human can be derived from multiple aspects of one's personal and professional life is what we refer to at BetterUp as a ''whole-person'' approach. Rather than focusing on a specific or narrow view of well-being, we've developed a model that spans a broad base of research and can therefore be applied to a wide range of use cases. We take a ''whole-person'' perspective for multiple reasons:
1. Alignment with the latest research: Leading researchers have identified that the ''good life'' can stem not only from positive emotions but also from such aspects as connections with others, meaning, success, or personal growth. 9,11,13 2. Alignment with the reality of work: Seeking happiness doesn't necessarily engender happiness. 14 This is partially due to the fact that we can't control external circumstances that cause distress. In the workplace, employees encounter multiple stressors. 3 Rather than trying to calm the rapids of what has been dubbed the ''white water world'' of modern work, 15 we find it more realistic to work within the reality and teach employees how to paddle. In other words, we can't promise calm waters, but we can work with individuals to develop resilience and other skills that support well-being regardless of external factors. 3. Enablement of personalizable goals: We all want to ''thrive'' (our term of choice for well-being), but how we define thriving is largely subjective. To use overly prescriptive notions of happiness or well-being would be to unnecessarily shape the goals of those with whom we work. The reality is that not everyone seeks happiness in the form of positive emotion and the absence of suffering. In fact, many are relieved to understand that well-being can coexist with suffering and that well-being can be derived from a variety of areas within one's life. 4. Sustainable gains: A more holistic and comprehensive approach to well-being is more likely to yield sustainable gains. While hedonic pursuits alone can certainly contribute to well-being, these gains tend to be more short-lived. 10 One study that compared the benefits of hedonic pursuits to eudaimonic pursuits found that the former had a stronger impact on well-being at 1 month, while the latter yielded comparatively greater benefits at 3 months. 10 Ultimately, a combined hedonic and eudaimonic pursuits leads to the highest levels of sustainable well-being. 10 The Whole-Person Model Creating a new model through which to approach well-being when other well-regarded ones (such as Diener's SWB and Seligman's PERMA) exist begs the question: ''Why?'' Though we rest on the shoulders of giants, we needed a model of thriving (well-being) that was both specifically designed for a workplace setting and practically useful for organizations and employees. Toward this end, in 2015, BetterUp did a thorough review into the research on developable psychological resources and leadership behaviors that contribute to a thriving workforce. This exploration materialized as the Whole-Person Model (WPM; see Figure 1 ). The model includes mindsets, behaviors, and their related outcomes. It is important to note, and our data supports, that these concepts are not independent from one another but rather interrelated. For example, if I feel a stronger sense of purpose, I am likely to feel more engaged in my work. 16 In addition, if I am able to develop strong relationships, I am also likely to benefit from greater resilience from improved social support. 17 This is in alignment with the reciprocal ''upward spiral'' proposition of the broaden-and-build theory which suggests that the development of psychological resources can result in greater positive emotions and well-being, which in turn increases one's psychological resources and so on. 18 
Five Key Drivers of Workplace Well-Being
In this section, we zoom into 5 of the key concepts of the WPM, illustrating how each can be leveraged to support workplace wellbeing. In practice, we don't limit our work to 5 aspects but going into each one is beyond the scope of this article. We discuss what each of these concepts is, what research tells us about their importance, and how each supports well-being at work. You will notice that each driver is related not only to well-being but also to metrics connected with organizational performance, such as reduced turnover. As shown in the research that follows this overview, well-being and success are inextricably tied together within organizations. Practically speaking, knowing that well-being ignites and supports performance can create additional buy-in for organizations to invest in well-being focused interventions. Later in the article, we will share the coaching intervention we use to boost the 5 drivers, as well as the changes we see as a result of coaching.
Resilience. Resilience is defined as the ability to positively adapt in the context of negative, traumatic, or stressful experiences. 19, 20 In the workplace, higher levels of resilience have been associated with lower turnover, higher job satisfaction, and increased work engagement. 21, 22 Resilient individuals experience greater well-being and success because they take challenges in stride and persist toward their goals, rather than focusing on the negative aspects of their work or ruminating on their failures. One example of a resilience-building technique used in coaching is ''reframing.'' Reframing entails shifting one's perspective of a challenge or negative experience as a reason to give up or feel defeated to seeing it as an opportunity to overcome or grow.
Purpose. Purpose can be defined as a feeling that one's work is significant and contributes to an overall goal that goes beyond the self. 23 The clearest outcomes that can be attributed to having a sense of purpose at work are increased well-being and life satisfaction. 23 Having a sense of purpose has also been associated with greater longevity. 24 Purposeful individuals experience greater well-being and success because their actions align with their values, which allow them to bring greater passion and energy to their work. Purpose can be found by seeking out opportunities that align with our values, or it can be created by attending to and accentuating the meaningful aspects of one's work. Even less glamorous work can be purposeful when viewed through the lens of helping people, creating rewarding relationships, or working toward a valued future.
Stress reduction. Stress is defined as experiences or demands that enact physiological and cognitive responses that negatively impact well-being. 2 Experiencing high stress at work can impair productivity 25 and negatively impact physical and psychological health. 2 Stress is highly prevalent in modern society and building the tools to cope with stress can support healthier and more productive lives. Managing stress can also help employees be successful by preventing burnout and improving relationships. Being mindful of one's stress levels and experimenting with strategies to keep them in check are a great place to start. There are many evidence-based strategies that can be used, from meditating and experiencing nature to journaling or improving work-life balance.
Emotional regulation. Emotional regulation is a process whereby a person tries to influence which emotion they have, how they experience the emotion, or how they express the emotion. 26 Emotional regulation has been documented to be associated with improved social relationships, 27 as well as job satisfaction and lower turnover intentions. 28 The workplace can elicit many emotions, good and bad. The ability to manage and regulate our emotions can help us be happier and more successful by allowing us to communicate clearly in emotionally charged situations and also create a positive and inclusive work environment. Like many of the previously discussed concepts, awareness of our emotions is the first step toward growth. Using a mood tracking tool or asking for feedback from colleagues on how our emotional expressions influence others can help us develop a better understanding of our emotional landscape and where we might have room to improve.
Relationship building. Positive relationships at work have been defined as those that are mutually beneficial. 29 High-quality relationships at work have been associated with job satisfaction, meaning, positive emotions, and even life satisfaction. 30 Scholars have also shown that quality relationships between leaders and their coworkers are associated with many valuable organizational outcomes, including employee job performance, satisfaction, commitment, role clarity, and turnover intentions. 31, 32 Having high-quality relationships at work supports well-being and success not only by providing an important source of meaning and pleasure but also by enabling the sharing of resources and information. A simple way to build relationships at work is by creating opportunities for informal interactions between coworkers. This could be through lunch events, coffee chats, or just making time to talk about topics other than work during meetings.
These constructs, along with others in the WPM, allow for a more complete understanding of workplace well-being, one that may not be fully realized by isolating and studying one construct at a time. With this view, we can begin to understand the specifics of how well-being is cultivated at work and focus on interventions that address and improve multiple aspects of wellness rather than isolating and focusing in on only 1 or 2 aspects. Next, we examine the effectiveness of our coaching and platform model on these measures.
Evaluation of WPM
BetterUp is a mobile-first leadership development platform used by organizations worldwide to drive the well-being and performance of their workforce. The intervention is multifaceted, and although a detailed overview is beyond the scope of this article, the following are a few important features used to move the needle on well-being and performance for employees:
Evidence-based leadership coaching: Each member (individual employee) who partakes in BetterUp is matched with a certified coach. Coaches undergo a rigorous selection process where only 8% of applicants are accepted, ongoing training, and quality control-allowing BetterUp to ensure that each member is coached using an evidence-based approach. Assessment and metrics: The WPM assessment was designed to help members start their coaching engagements with an awareness of their existing levels of these resources so that they can begin to intentionally shift them as desired. In reviewing the assessment results with the member, the coach is able to help the member identify strengths and growth opportunities as well as determine in what areas the member would like to make changes. Experiential learning: A member's experience is accentuated with interactive learning resources, many of which are designed in partnership with the BetterUp Science Board. 33 These resources provide evidence-based tools and strategies that members can use to grow and improve.
The evaluation for this study included aggregated data of all Bet-terUp members who completed both the WPM assessment at the start of their engagement with BetterUp (time point 1) and the follow-up assessment at a later date (time point 2), approximately one-third of the way into the standard year-long program offering. All measures were taken during 2017 and 2018. A total of 10 036 members were enrolled into BetterUp during this time period. Members were excluded from the analysis if they had not completed assessments at both time points. A total of 2851 members, with an average of 112 days between each time point, were included.
After receiving an e-mail communication announcing the availability of coaching, members enrolled in BetterUp. During their enrollment, they were asked to complete a beginning assessment that included the WPM assessment and additional items assessing needs, motivations, and reasons for seeking coaching. All these initial activities occurred through either a web or app-based platform and took approximately 15 minutes to complete. Following this assessment, members were matched to 3 coaches based on a number of personalized variables including location, language, and preferred coaching style. Once a coach was selected, the member was encouraged to schedule a session. Members could then schedule with their selected coach at their own discretion for the duration of their engagement. After a minimum of 90 days in the program, members were invited to complete a Reflection Point, which included the WPM assessment. On average, follow-up assessments were assigned approximately 112 days after a member's start date.
To assess the impact coaching has on well-being, mean percent change was calculated from time point 1 (program start) to time point 2 (Reflection Point). For purposes of this article, we report only those measures discussed in relation to well-being, resilience, emotional regulation, purpose, positive relationships, and engagement. A nonparametric bootstrap method, which did not assume normality, was used to determine 95% confidence intervals (CIs). A 2-sided t test was used to compare changes in constructs as a result of participation.
Results
Improvements in the mean WPM subdimension, represented as mean percent change, for each of the measures selected are shown in Figure 2 . As was the case for other subdimensions measured in the WPM, there was a significant positive increase in these measures, indicating an overall positive impact of coaching.
There was a significant 8.57% increase in resilience (95% CI, 7.6645-9.4578, P < .001), with indicative individuals improving their ability to cope and deal with setbacks. A mean change of 7.87% was observed for emotional regulation (95% CI, 6.9206-8.7497, P < .001), resulting in improved control over emotions. Purpose improved by 6.77% (95% CI, 5.6965-7.858, P < .001), implying that individuals surveyed found their work more meaningful following coaching. Positive relationships increased by 5.19% (95% CI, 4.6175-5.7758, P < .001), signaling that individuals measured were more satisfied with their work at time point 2. Finally, stress reduction increased by 17.67% (95% CI, 16.176-19.17, P < .001) indicating that individuals were better able to cope with stress at work than they were prior to coaching.
Implications for Practitioners
Although we don't recommend a prescriptive approach for addressing organizational well-being and have designed our model to be customizable based on an organization's unique culture and needs, we can share the following key learnings. Although by no means an exhaustive list, we believe the following can be generalizable to other practitioners who share the mission to promote well-being in organizational settings.
1. Clarify the meaning of well-being. As we shared above, when it comes to moving the needle on well-being, definitions matter. Definitions of well-being and happiness are not standard across researchers or practitioners. When designing or implementing a well-being intervention within an organization, it's important to identify a shared definition, as one's understanding of, and approach to, well-being is likely to influence every aspect of an intervention-from the planning and implementation stages as well as to the broader impact. 34 One way to ensure a shared definition within a specific intervention is to follow the often-standard practice of developing a logic model. 34 2. Avoid oversimplification. While simplification and streamlining can be vital (no one can attend to an infinite number of parameters), we've found that when it comes to well-being, oversimplification can be a missed opportunity. In his book Flourish: A Visionary New Understanding of Happiness and Well-being, Martin Seligman, a member of our Science Board, writes, ''I used to think that the topic of positive psychology was happiness, that the gold standard for measuring happiness was life satisfaction, and that the goal of positive psychology was to increase life satisfaction. I now think that the topic of positive psychology is well-being, that the gold standard for measuring well-being is flourishing, and that the goal of positive psychology is to increase flourishing.'' We agree that critical benefits come from moving beyond a single construct, particularly when working with real people in the real world of work. A model of well-being that includes multiple concepts and pathways offers individuals far more room to personalize their goals and to take ownership over their own well-being, regardless of external circumstances. 3. Invite individuals to define their own goals. When working with individuals, it's beneficial to support them in an effort to define their own goals, as opposed to prescribing a uniform goal for all participants. As mentioned, a definition of wellbeing that includes multiple avenues and pathways enables personalization. Individuals are more likely to achieve goals that are specific, flexible, and personal. 35 In the context of well-being, this is particularly valuable, given that the process of creating meaningful goals can in and of itself be a key component for boosting well-being. 36 In the workplace, supporting an employee in setting a meaningful long-term goal can infuse their day-to-day tasks with a sense of direction and purpose. 36 Given this observation, we've found it important to avoid prescribing uniform goals, and instead leverage coaching to help individuals set personally meaningful goals, paired with content and guidance on what the research tells us about effective goal setting. 35 4. Make measurement part of the intervention. It's understandable that organizations would include metrics of success to ensure a return on investment for any large-scale intervention. Perhaps less self-evident is the fact that sharing metrics with participants can be a critical aspect of the intervention itself, boosting success. In coaching, goal setting and feedback go hand in hand. 37 The feedback can stem from a variety of sources, including assessments, feedback from one's coach, and feedback solicited from others. Some may wonder how one can get input from others on their own well-being, but this ties back to how one approaches well-being. If, for instance, positive relationships are seen as a key component of wellbeing, external input from those with whom one interacts is quite relevant. 5. Offer high-quality support. Change is hard. Our study's results are just one of many that show it's possible to move the needle on well-being in a relatively short period of time. But it's important to recognize that successful outcomes rely upon a combination of individual effort and expert guidance. Coaching can be an extremely effective mechanism. We do recommend leveraging coaching within a well-being intervention but add the strong caution that this must be done in tandem with rigorous quality control. Some ways to do this include working with certified coaches, providing ongoing training, measuring and tracking results, and inviting plenty of participant feedback. 
Fostering Happiness Through Balance and Integration: A Garmin Case Study
Laurie Heap, MD 1 W hen considering interventions geared toward impacting employee health, happiness, and a thriving work environment, it is difficult to know what will be the most beneficial to the most people to achieve maximum organizational impact. Evidence-based interventions abound-and many of them ''move the needle'' in some way on happiness and well-being. But is it enough to yield populationlevel impacts that will return value to the organization? In response to this challenge, it is helpful to step back and look at how science is defining happiness if the goal is to first increase and promote it for individuals.
The answer to questions such as ''What is happiness?'' and ''What makes people happy?'' are not simple ones. Philosophers and, more recently, scientists have examined these questions for millennia. There are 2 general trains of thought-the hedonic and eudemonic camps.
Defining Happiness
The hedonic view suggests that happiness consists of good feelings and life satisfaction 1 that result from the ability to pursue and accumulate pleasant experiences while avoiding the negative and unpleasant as much as possible. From this perspective, end point measurements are subjective life satisfaction scores and are dependent on mood.
The eudaimonic view proposes that happiness is a by-product when we live a purpose-driven, meaningful life, 2 also incorporating integrative relationships that maximize our potential along a trajectory that both interests and challenges us. From this perspective, scientists tend to measure things like a person's subjective sense of accomplishment, success in relationships, engagement/state of flow at work, number of positive emotions, and the amount of meaning experienced in daily activities. The term ''well-being'' is typically substituted for happiness in these studies.
Many debates go back and forth about which is correct, but neuroscience is starting to give us a more concrete answer. If you look at how the brain works, it seems to say that happiness is found in an integration of both perspectives. 3 We are hardwired to pursue both modes of happiness. The ''reward system'' in our brain is constantly looking for ways to make life better. This system, powered by a chemical called dopamine, has a central control mechanism located in the middle of the brain that continually gathers information from both inside and outside our bodies. When the reward center detects an opportunity to ''make life better'' by either going after something that looks good or avoiding something painful, it fires up projections to 2 other areas of the brain. 4 One area is older on the evolutionary spectrum and more instinctual. We will call this the downstairs brain-it is all about our appetites for food, money, sex, and power. This area of the brain is simplistic and very quick to decide: ''Yes! That will feel good-go for it!'' Or ''No! That will be bad-run away!''
In contrast, the other reward circuitry center lies within the cerebral cortex and is a newer and more advanced area of the brain. We will call this the upstairs brain, and it takes its time deliberating a decision because it factors in the bigger picture. Does this present decision impact any other goals? Will it impact other people? Will the advantages outweigh the disadvantages?
The downstairs brain reflects the hedonic view of happiness as pursuing pleasure and avoiding pain. We must acknowledge and cannot ignore this aspect of the brain and how it drives us toward pleasant experiences. It is important because if we never enjoy ourselves or if we do not have positive experiences to look forward to, then this part of the brain becomes more obsessed and faster to grasp at immediate gratifications. We can become less likely to forgo an immediate gratification in order to push longer term aspirations forward, which leads to frustration and regret. The upstairs brain reward circuits reflect more of the eudaimonic view of happiness because these circuits take time to put decisions into the greater perspective (rather than a focus on immediate gratification), considering factors such as meaning, accomplishments, and positive relationships. Interventions that benefit the most employees in a broad way will aim to incorporate and measure both views of happiness, just as both areas of the reward system need to be integrated rather than ignored or denied.
Programming that both empowers employees with knowledge and skills that help them develop the fundamental mechanisms underlying happiness as well as brings into awareness cultural norms, general beliefs, and pervasive factors that undermine happiness will be the most effective at transforming individuals and company culture. Effective programming addresses what people need to develop and approach alongside what they need to avoid.
Application of Theory to Practice
We put this methodology to the test in a pilot program at Garmin last year. Scientific foundations for the program include:
1. Happiness is not a product but rather a process. It happens when we are in a constant state of growth and development. We don't put ''happiness'' on a goal checklist and mark it off when we achieve it. Happiness is always a project under construction. 2. This process is specifically rooted in Dr Daniel Siegel's concept that the essence of well-being is found in going from a lower level of integration to a higher level of integrationboth within the mind and brain of an individual person (intrapersonal integration) and between people (interpersonal integration). 5 
Integration is promoted by focusing on skills and information
reflected in Dr Martin Seligman's Positive Emotion, Engagement, Relationships, Meaning, and Accomplishment (PERMA) model of well-being. 6 This approach was tested at Garmin as part of their internal wellbeing program for employees. In the Life in Balance pilot program, the concept of happiness as a process of continuous growth and integration was conveyed using an analogy of a spiral staircase, consisting of a center pillar and 5 steps. The spiral image is ideal because it represents a repeating process of growth. Throughout life, we revisit the same topics and continually develop the same skills but at a higher and higher level.
Center Pillar: Self-Regulation and Life List
Integration is beneficial on many levels. Flourishing corporations integrate different departments and teams on a regular basis. The best well-being programs help individuals become more integrated as individuals and more integrated with other people-both at home and in the workplace. One of the most fundamental aspects of integration is the forming of collaborative connections between the upstairs and downstairs brain reward centers. Researchers call this form of integration self-regulation. 7 Most people label it ''willpower.'' However, self-regulation in scientific research goes far beyond what we perceive as resisting temptations and having the grit to stick to our goals.
Self-regulation involves:
The ability to control our behavior and emotions in a productive and coherent way.
Putting our most fundamental/instinctual appetites for food, money, sex, and power in balance, making these drives geared toward survival an asset, rather than a liability.
The ongoing development of self-regulation is trickier today because of the introduction of supernormal stimuli (SS) via several modern developments, such as junk food, various forms of digital consumption, social media, vaping, drugs, and alcohol. Supernormal stimuli hijack the reward circuitry, delivering much larger than normal physiological levels of dopamine. 8 The brain tries to compensate for these supraphysiological levels of dopamine, but can't.
Supernormal stimuli have many negative effects:
Supernormal stimuli strengthens the hedonic downstairs brain circuitry-making it dominant and increasing the tendency toward immediate gratification, creating an imbalance between, and disintegrating the 2 arms of the reward system. 9 Symptoms include decreased ability to focus, pervasive boredom, isolation, decreased interest in accomplishments, a sense of meaninglessness, anxiety, and decreased resilience. Supernormal stimuli trap individuals into a spiral downward, especially if used to alleviate distress.
This was a very enlightening concept to many of the participants in the pilot-bringing into awareness how personal time/recreational time spent engaging in SS was decreasing the ability to enjoy and perform well both personally and professionally. Supernormal stimuli suck the enjoyment out of simple daily activities, accomplishments, and relationships. Programming that fails to address this underlying issue eroding well-being, especially in the younger generations within the workforce, is missing a key piece in the wellbeing puzzle.
According to the research, our success in life is directly proportionate to the amount of self-regulation we possess. 10 The reward centers, when integrated, will naturally guide our behavior toward well-being, much like a smart thermostat. Much of what we discussed in the pilot could be directly or indirectly tied to increasing selfregulation and replacing SS use with natural rewards that boost well-being. We strengthen the upstairs brain reward circuitry by increasing accomplishment, meaning, engagement, positive emotion and enhancing relationships.
Because self-regulation is so important in establishing well-being, it is one half of the spiral staircase's center pillar. The other half of the center pillar consists of a broad look at goals reflected in the 10 different categories of Caroline Miller's 11 life list, which helps create the gauge for the upstairs brain assessment of actions that ''will make life better.'' The life list, when fully developed, drives integration at the macro level.
Five Steps in the Spiral Staircase
The 5 steps establish and promote the 5 components of Dr Martin Seligman's PERMA model of well-being. 12 The PERMA model of well-being encompasses a broad range of psychological research that addresses modern issues in people's personal and professional lives.
1. Whole-brain integration and mental strength. The first step entails forming a strong mind and a brain that is fully integrated and which possesses certain attributes-empowering a person to maximize his or her potential. The brain is similar to the body, in that it has specialized centers with specific functions. Individuals need these specific parts of the brain to function independently and then be able to coordinate (integrate) for the good of the person. In the Life in Balance pilot program, participants were taught specific mindfulness exercises 13 geared toward this whole-brain integration. These exercises were very empowering to participants, enabling them to shift from distress into productive action, and thereby increasing response flexibility.
Mind-body integration for physical well-being.
Step 2 of the spiral staircase addresses the integration of mind and body to promote physical well-being. Physical well-being that results from proper nutrition and adequate exercise is an essential component to any well-being program. However, it is typically an outgrowth of a balanced, integrated life list, which makes healthy lifestyle changes more intrinsic and easier to implement. Along with healthy nutrition and adequate exercise, sedentarism is another important concept to address for both stress management and overall health. 14 Sedentarism is defined as spending 90% of your day in activities that have a metabolic equivalent of 3.0 or less. Metabolic equivalents are the number of calories you burn per minute in any given activity. Participants were given desk exercises and various strategies to decrease sedentarism and increase metabolic equivalents without disrupting workflow. The combination of mindfulness exercises 15 and movement decreases the downstairs brain reward circuitry's grasp for immediate gratification by lowering cortisol and increasing self-regulation, resulting in increased resilience and improved stress management.
Infusing meaning into daily life.
Step 3 in the spiral staircase of well-being involves infusing meaning into both the micro moments of daily living and the bigger picture of life. Positive psychologists promote the eudaimonic view of happiness and have shown through empirical research that living a meaningful life, rather than a purely pleasant life, lends itself to durable life satisfaction. 16 Dr Martin Seligman-the initial innovator of this realm of research-defines a meaningful life as using your signature strengths in service to something bigger than yourself. 17 Existential psychology helps us define the ''something bigger than ourselves'' by outlining a potential set of core values. 18 Core values act as a guide to our decision-making in moment to moment life. When dayto-day life is integrated with a longer term vision and purpose (with a life list), we can forge a progressive path to impact a person's family, community, and even the world in a positive way. Mission-driven people, guided by their values and utilizing their unique character strengths, create a highly integrated and positive culture within an organization.
4. Positive relationships. This aspect of the spiral staircase builds on intrapersonal integration and empowers people with the underlying mechanisms needed to integrate with other people and form positive relationships at work and home. Teaching concepts drawn from polyvagal theory, attachment research, communication methods, and positivity resonance create a foundation for establishing this important aspect of wellbeing. [19] [20] [21] Communication style and the ability to establish and maintain a secure attachment with close friends (both professional and personal) and family are essential factors. Communication skills taught in this step include (all promote interpersonal integration): reflective listening for conflict resolution and the development of empathy; motivational interviewing 22 to inspire rather than impose cooperation; and appreciative inquiry with positive framing to establish a collaborative tone and mode in a group setting. 23 The Life in Balance program at Garmin started with each participant completing the PERMA assessment. This is a good first step in identifying the best programming options for a particular company. Given this input, programming could be tailored toward shifting specifically identified gaps to improve overall culture and environment. Although targeted interventions with a narrower scope can be helpful, it may be best to establish a broader knowledge and skill set before focusing in on 1 or 2 aspects of well-being.
Life in Balance Pilot Results
The Garmin pilot consisted of 40 participants separated into 2 optional program tracks. All participated in a large group information session each month. Individuals chose to follow up at 2-week intervals in either a one-to-one coaching session or a small group discussion format.
All areas of well-being measured by the PERMA were impacted in a positive way by the Life in Balance program (see Table 1 ). The largest shifts in scores occurred when participants scored lower than 5 in the initial assessment. Smaller shifts in the scores occurred in areas of well-being in which participants were already at a 7 or above. All participants, except for one, increased overall happiness through the course of the program. The impact of these significant shifts in the PERMA categories of well-being is reflected in the subjective responses from the qualitative exit survey. Numbers reported in Table  1 reflect the average change reported (before and after program) by participants in each category measured.
Lessons Learned
Provide hands-on, interactive learning with breaks every 12 minutes.
Primes are an important component-nonconscious triggers in a person's environment that promote goal striving behaviors with less effort. Time to absorb and apply the material in between sessions is important, but we learned at Garmin that the pace at which people are comfortable varies and can be accommodated. Accountability is essential, including measures involving selfdetermined rewards and penalties as well as group participation or one-to-one mentoring. Exercises based on the day deconstruction method are very effective in creating targeted and specific changes in day-today life. Program feedback indicated that content cannot be underestimated. Many learning techniques can be used to boost effectiveness, but content that truly speaks to what people have observed and experienced has the most impact.
The Role of the Workplace in Addressing its Own Environment, Processes, Ways of Doing Business in Supporting Individual Interventions
Leadership is highly influential in enhancing or detracting from individual well-being in the workplace. A person's own individual perspective on well-being and happiness is also key. One responsibility of companies lies in providing a conducive environment to promote well-being-office equipment and furnishings such as standing desks, walking desks, wobble cushions, as well as meditation rooms and regular breaks from sitting. In addition to promoting movement, our environment acts as a nonconscious trigger that can promote goal striving with less effort. Placement of primes like inspirational quotes and general aesthetic appeal and organization of workspace can greatly enhance goal accomplishment and engagement, especially when both individuals and team goals are considered.
Finally, a corporation can aim to educate and train leadership in a PERMA-based, holistic model of well-being, so that managers can guide individuals in the development of positive emotion, engagement, meaning, healthy workplace relationships, and accomplishment. Each employee will have different needs and strengths. Leadership with the right knowledge base can then tailor guidance based on gaps that they observe in employees under their management. Companies can aspire to offer broad-spectrum programming to provide a working knowledge base, but also targeted, elective interventions based on individual need. For instance, if an employee identifies a lack of meaning during the general program, a specific seminar on increasing meaning in daily life could then be offered. As another example, leadership trained in strength-based goal setting could make project assignments based on observation of signature strengths observed in individual employees. This would boost productivity for the company as well as increase meaning and engagement for the individual, thus improving overall culture and well-being.
Organizational responsibility in regard to processes is to provide training in modes of communication, such as motivational interviewing and appreciative inquiry, to set a tone of mutual cooperation and inspire intrinsic motivation among team members. These skills help individuals take ownership of tasks and duties involved in daily work, as well as give greater opportunity to increase engagement and meaning, thereby increasing overall job satisfaction.
A happy individual is an innovative, compassionate, inspiring, self-motivated, resilient, and productive employee. Fostering happiness in individuals and in an organization as a whole is not a simple goal to achieve. Fortunately, the psychology of happiness and neuroscience are giving us a clear direction toward more and more effective interventions. Background H uman well-being is under attack in the United States, as evidenced, in large part, by the all-time high incidence of chronic disease and mental illness. Chronic stress is a significant contributor to both. Since human well-being is an antecedent to human performance, which in turn can circularly increase well-being, 1-3 chronic stress also has a negative impact on human performance of all types, including professional or workplace performance, and it cannot be siloed in employees' personal or professional lives. Stress in one part of life affects the other parts. Employers are concerned about the state of employees' well-being, and the related effect on their professional or workplace performance. For example, the negative impacts of chronic stress include the following: 4 It impacts approximately 83% of American employees. It accounts for approximately US$300 billion in lost annual productivity. It increases worker health-care costs by 46%. It accounts for 20% of direct costs associated with high job turnover, strikes, work stoppages, and absenteeism. It affects high blood pressure, which prompts more doctor visits than any other condition. It contributes to depression, which increases health-care costs more than obesity, smoking, and high blood pressure combined. It accounts for 55% of absences associated with family-related issues.
The culminating state of chronic stress is known as burnout, and it has reached crisis proportions in the United States. Burnout is ''physical, emotional, and mental exhaustion caused by long-term involvement in emotionally-demanding situations.'' 5 Burnout is now officially recognized by the World Health Organization as an ''organizational phenomenon'' and is defined in the International Classification of Diseases, 11th edition as ''a syndrome conceptualized as resulting from chronic, workplace stress that has not been successfully managed.'' 6 The magnitude of the burnout crisis is far reaching. Seemingly, no person is exempt. Far too many people are experiencing chronic stress and burnout (see Figure 1 ). [7] [8] [9] [10] [11] Further, 46% of human resource leaders say employee burnout is responsible for up to half of their annual workforce turnover. 12 To make matters worse, 20% of even highly engaged employees face burnout. 13 Although these statistics may be daunting, addressing them does not need to be. In fact, solutions to chronic stress and burnout, as well as general human well-being can be surprisingly accessible, and they are not traditionally biomedical. Rather, they include every day, selfcare and lifestyle habits, and behavioral-health practices, [14] [15] [16] especially those oriented toward solutions, as opposed to oriented away from problems. This is a seemingly subtle distinction of perspective, yet it can make a significant difference in process and outcome. Where we once believed we needed to be healthy in order to be happy, the opposite has been shown to be true. We actually need to be happy in order to be healthy. Among a wide range of benefits, happiness also propels personal and organizational performance. 17 Leaders cannot make anyone happy, yet they can champion human well-being by providing and supporting evidence-based, every day, self-care and lifestyle habits, and behavioral-health practices. In fact, employers are increasingly making these kind of human well-being offerings available to employees in an effort to effectively mitigate rising health-care costs associated with employees' poor well-being, decrease the cost of doing business, and improve employees' professional or workplace performance. Employers can accelerate and even increase the effectiveness of said mitigations, decreases, and improvements by orienting their offerings toward what they want-happy, productive employees-as opposed to what they do not want-chronically stressed, burned out employees. The former can resolve the latter. 18 For 9 months in 2018 to 2019, a collaboration took place between two, human well-being services organizations, Experience Happiness, LLC (EH), and R3 Continuum, LLC (R3c), to do just that.
The collaboration between EH and R3c was primarily based on their shared vision of helping all people thrive, championing professional or workplace well-being, and making human well-being offerings available to the clients they serve. Secondarily, and given EH's beneficial results with previous clients, R3c wanted to explore the potential of adding a particular, happiness-oriented, EH offering to its own client suite of offerings.
The intent of this case report is to share (1) a happinessoriented practice for human well-being and performance, (2) a case report experience for adult employees in a professional organization who themselves provide human well-being offerings in the workplace, and (3) the impact of the experience on the larger organization.
Experience Happiness
Based in Minneapolis, Minnesota, EH is a human well-being services company founded in 2008 to heal people through happiness, as opposed to through stress management. After more than 10 years of research coupled with extensive work with individuals, groups, and organizations in a variety of US and international industries (ie, health care, behavioral-health, education, hospitality, corrections, and technology), EH developed The Happiness Practice (THP), its signature offering. The Happiness Practice™ is an evidence-based, scalable, measurable, and sustainable behavioral-health practice, which has demonstrated the ability to increase comprehensive human well-being (eg, physical-health, emotional-health, and behavioral-health) while simultaneously increasing happiness, as well as its by-products of innovation, resilience, and sustainability, and improving human performance. A network of Certified THP Sherpas™, who live this lifelong practice, facilitates the delivery of THP. As demand for THP increases and recipients continue to vary, EH responds with innovative delivery methods, such as 1:1 coaching, in-person, and/or online facilitator-led sessions, and selfpaced. EH also offers THP Sherpa training.
R3 Continuum
R3c is an innovative, human well-being, workplace services company based in Minneapolis, Minnesota, with additional offices in Grand Rapids, Michigan. Founded in 1988, R3c provides a spectrum of services organized around the idea that people have a right to lead productive, meaningful lives, and that work effects behavioral-health and vice versa. These services include disruptive event management, crisis preparedness, planning, response, claims evaluation, and returnto-work planning.
The R3c's team of psychologists, social workers, and behavioralhealth specialists, along with its external network of over 4500 providers, are the people who immediately go wherever and whenever to respond to the occurrence of disruptive and traumatic events. R3c responds to approximately 18 000 incidents annually. From 2017 to mid-2019, R3c impacted over 410 000 lives and prevented over 280 acts of violence in the workplace.
Based on the above, and in response to the increase in the number of suicides and violent acts across all segments of society, which R3c internally tracks, R3c propels itself, as a provider of human well-being services, to continually innovate and expand its client service offerings. The nature of R3c's work is emotionally demanding, and its employees are not exempt from feeling the effects of this caring work. Therefore, R3c has an in-house, well-being committee, and it provides its employees with the same well-being service offerings that it provides its clients. Thus, R3c's interest in THP.
The Happiness Practice
The definition of happiness, as defined by EH (see Figure 2 ), was inspired by the inborn purity and innocence of children, and by the desire to take the mystery out of cultivating this emotional state of happiness as people grow and age.
THP is comprised of the 5-Principles of Happiness (5PH) and EH's proprietary Return-On-Happiness (ROH) measurement system. THP participants learn and practice the 5PH over the course of a 6-month journey (see Figure 3 ). Each of the 5PH are learned separately over a 30-day period, which honors the time it can take for neuroplasticity to occur in the brain. Just as existing habits were learned over time, new habits are also learned over time with consistent, frequent practice. The typical time it takes for a habit to hold is 66 days, but it can vary between 18 and 254 days. 19 Participants tap into what they already know is inside them, and they unlearn or overcome what is holding them back from the happiness with which each was born and which they each deserve to reclaim in their lives.
The 5PH are simple, but not simplistic. Although learned separately, they work together as a system to cultivate a new way of being rather than being one more thing to do. Each of the 5PH builds upon each other over the 6-month journey.
Early in the THP journey, participants self-assess how they feel (physically and emotionally) and behave when they are in opposition to serenity and excitement, which are the components that comprise the emotional state of happiness, as defined above. Participants then compare their self-assessments to established signs and symptoms of burnout. 20 The resulting awareness that burnout is the opposite of happiness is often significant and catalyzes the inspiration and motivation for participants to fully engage in THP. Furthermore, participants typically experience hope that there is something lasting that they can do for themselves to feel better. Upon learning about the 5PH, Dr George L. Vergolias, PsyD, who is a specialist in clinical psychology and is R3c's medical director, remarked, ''I can identify the specific area of the brain affected by each of the 5PH.'' This reinforces the premise that the ingredients of happiness are already inside each of us. The Happiness Practice helps to draw out innate happiness. One distinguishing aspect of THP is that it is a lifelong, personal practice. It is not an externally applied program. It is personal and internal, and it viscerally resonates with the authentic core of one's natural state of being.
In each month of the 6-month journey, participants engage in two 45-minute gatherings, known as Learning Sessions (LS) and Happiness Huddles (HH). An LS begins each given month and serves as a gathering in which participants learn about a single principle and how to practice it. Later in that month, an HH takes place and serves as a gathering in which participants share their experiences to date as students and emerging teachers of the practice. The HHs can be supportive and affirming for participants, as well as a source of group bonding, which has added benefits within an organization. As participants practice each of the 5PH, they have access to a variety of materials, tools, and reminders, including hardcopy or digitized booklets, visual wearable aids, and automated social media prompts.
At the end of the 6-month journey, participants begin a maintenance phase. As an ever-evolving, lifelong practice with enduring benefits, all THP participants continue to receive weekly practice reflection communications for 1 to 2 years or more, and they are encouraged to continue to engage in THP on their own. To keep the practice front and center, participants are further encouraged to use THP in their work and home lives, in particular. Participants can also engage with other THP practitioners in ongoing, periodic, telephonic, Figure 2 . Experience Happiness, LLC's definition of happiness.
EH's Definition of Happiness

"Happiness is your innate ability to locate and cultivate your serenity and excitement about your life regardless of outside forces."
5-Principles of Happiness TM (5PH)
Principle #1: Be Conscious -Be simultaneously aware of what you are doing and how you are feeling.
Principle #2: Honor Feelings -Use your internal guidance system to make requests and decisions that amplify happiness, not drama.
Principle #3: Release Control To Be Empowered -Do your very best and let go of the need to control the beliefs and behaviors of others.
Principle #4: Co-Create What Works Now -Ask yourself, "What works now?" to release the way things should be and explore the way things could be.
Principle #5: Learn Life Lessons -Weed destructive beliefs from your happiness garden so that they do not cast shadows on the joy you wish to cultivate. and/or electronic gatherings to keep the practice active with a supportive community.
THP is applicable to anyone and anywhere-from individuals and family units, to organizations of all types and sizes. No matter one's age, THP is designed to optimize one's personal, life experience, and then emanate that optimization out to enhance the groups, organizations, and communities with which one is associated. In a business setting, for example, the optimized personal life experience of an employee or employee population can emanate out to build engaged, high-performance well-being cultures, which are empowered to attract, retain, and optimize talent, as well as address key performance indicators (KPIs), such as turnover, engagement, and productivity.
R3c's THP Experience
The R3c's THP experience took place from October 2018 to June 2019. R3c chose an online, facilitator-led, group session delivery option. Two THP Sherpas led the THP experience. Sixty-six of R3c's 84 employees (*80%) in staggered cohort groups across all areas of R3c's organization, including senior leaders, middle managers, and frontline employees (Participants), voluntarily engaged in the experience. The experience began with R3c's senior leaders, who embraced, endorsed, and modeled THP, which built trust, belief, appreciation, and loyalty in the balance of employees.
The LSs were recorded so Participants could stay in sync with their cohort group if they missed an LS. According to participant feedback, this delivery option worked well for most. Feedback also suggested that a mix of facilitator-led, in-person group sessions, as well as self-paced sessions would have been welcomed. To encourage more Participants to share their experiences in the HHs, it was determined that such sessions would not be recorded. Some cohort groups might have benefited by including participants who represented different departments in order to help participants get to know other employees in different parts of the R3c organization. It was also suggested that cohorts comprised of Participants at the same level, such as middle managers, could use the 5PH's to collaborate on specific situations.
Return-On-Happiness
THP has demonstrated the ability to measurably optimize human wellbeing and performance, as well as workplace performance and business results. Among others, THP measurably impacts 3 critical aspects of human well-being: physical-health, emotional-health, and behavioral-health. Simultaneously, THP impacts 3 critical aspects of human performance: innovation, resilience, and sustainability. This unique combination can collectively impact the larger organization, including KPIs and overall business results.
Using open-ended questions to obtain short answer and 1 to 5 scaled responses in its proprietary self-assessment survey process, THP anonymously measures the Participant experience at multiple levels. In a business setting, for example, the levels include individual, team/departmental, and organizational. Prior to participants learning and practicing the 5PH in such an example setting, pertinent representatives from EH and its THP client meet to determine the client's KPIs to track and to cocreate tailored, self-assessment survey content. In the case of R3c, EH's founders met with R3c's president and R3c's vice president of human resources and marketing.
On an individual level, burnout, happiness, innovation, resiliency, and sustainability were the KPIs that Participants self-reported through EH's self-assessment survey process. On an organizational level, the KPIs that mattered most to R3c related to the impact of THP (ie, a Participant's reduced burnout and increased happiness) on one's ability to meet deadlines tied to client service agreements, which directly impact revenue and client retention, employee engagement, which directly ties to one's commitment to R3c's mission and culture, and the ability to fill shifts, which directly impacts the speed of delivery and profit margin.
All data were reviewed, analyzed, and collaboratively interpreted between the same pertinent representatives from EH and R3c in order to maintain continuity, to understand the relationship between the various data points and their impact to R3c's business and culture, and to consider variables, if any, that might have occurred during R3c's THP experience and that might have influenced the outcomes.
Individual Outcomes
On an individual level, data from the Participants' self-reports showed a beneficial impact on all KPIs (see Table 1 ).
Participants described THP as a straightforward, applicable, holistic practice that helped them in all aspects of life, and provided a different perspective for relating to other people, especially at work and home. The emotional intelligence aspect was transformative for Participants. It taught them to accept that people are imperfect, that they are meant to make mistakes, that mistakes are how they learn and grow, and that they can, therefore, be kinder, more empathetic, and more compassionate to self and others. These characteristics were noted as strengths, not weaknesses. Participants reported that learning to be conscious, aware, and present allowed them to enjoy everyday life, and provided space to patiently and thoughtfully respond, not just react, to other people and events around them. Participants shared that their self-talk and interpersonal communication became much more positive, productive, and forgiving. Learning to let go of things beyond their control and to back off of perfectionistic tendencies created a sense of healthy control and greatly reduced participants' stress, tension, and anxiety, as well as created a greater sense of calm and peace. Participants shared that working with others became easier, more enjoyable, more encouraging, and more productive. Mostly, participants stated that THP rose to the top of R3c's employee well-being offerings. The Participants found it personal, internal, and core to who they truly are, as opposed to impersonal and externally applied. THP opened participants up to identify their barriers and to work to overcome them so that they could be the best version of who they want to be. In the words of one Participant, THP is empowering. We have control of our well-being. Happiness is a decision, a choice we get to make that impacts a lot of things-our performance, how we impact our family, being at work and on the road. Things happen around us, and we get to decide how we respond to them, and whether or not we are going to let them steal our joy.
Organizational Outcomes
On an organizational level, data from R3c's internal reports showed a beneficial impact on the KPIs that mattered most (see Table 2 ). The pertinent R3c representatives interpreted and described the THP outcomes as follows:
THP improved business results:
Participants handled more business with less internal expense. Business volume and quality of delivery increased simultaneously. Revenue and net income were better than plan (3.5% and 21Â, respectively), and internal operation costs were below plan (5%) for the 1 to 5 months of the year.
THP improved quality of client delivery:
2% increase in Client-On-Time Rate while average turnaround times shortened an average of 5 days. 5% increase in Response Center Shifts translate to higher quality of service when shifts were filled quickly with known resources.
THP improved employee engagement:
The 13% increase in engagement was substantiated by the 86% score of the recently administered Best-of-the Best survey of which the national average was 40% to 50%. Engagement was a direct reflection of Participant's levels of reduced stress, increased happiness, and their commitment to R3c's mission.
THP improved culture:
Positive impact on participants' individual behavior and their response to stressors Collaboration among peers increased Participants appreciated that the organization valued them enough to offer THP.
Senior executive testimonials:
THP has a direct impact on individuals' behavior and their response to perceived stressors. The ROH results show that business volume and quality of delivery are both higher, and the culture has never been better. People are happier. This is a wellbeing offering that a CFO will love! (R3c president) THP is more than just about happiness. It is a holistic practice that facilitates well-being in your personal life. It impacts everything you do, and it gives you a different perspective in relating to everyone in your life. (R3c Vice President of Human Resources and Marketing)
Summary
The outcomes of R3c's THP experience appeared to validate the general value of THP for human well-being and performance, particularly for employees in a professional organization, as well as for the larger organization itself. These outcomes also appeared to demonstrate the specific value of THP for employees who themselves provide human well-being offerings in the workplace. Lastly, these outcomes appeared to reveal a positive return on investment for the larger organization.
Going forward, R3c decided to include THP in its suite of client offerings. Doing so will continue to balance its service offerings as both preparatory and responsive. Additionally, R3c wants to maintain and even surpass the beneficial impact of its initial THP experience. As such, R3c's employees continue to practice THP for their own benefit, as well as for that of the larger organization, which is also in keeping with R3c's commitment to provide its employees with the same well-being service offerings that it provides its clients.
Everyone wants happiness in their lives. Given the state of wellbeing in the United States, it would appear that the majority of people need happiness in their lives. Happiness is a both/and proposition. It propels both human well-being and performance. As shown in this case report, happiness, and THP in particular, measurably propels human well-being and performance, as well as workplace performance and business results.
While the world continues to spin and challenges arise outside ourselves, it is important to remember that we are well equipped inside ourselves to meet and exceed those challenges. THP is about tapping into our innate capabilities and reclaiming our authentic state of happiness. The alternative is unsustainable. 
